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Aim: The purpose of this study was to investigate the relationships among perceived
organizational support, intention to remain, career success and self-esteem in male nurses
in China.
Background: Recently, turnover is considered increasingly more normal. Male nurses could
be stabilized by improving their perceived organizational support, career success and self-
esteem.
Design: A cross-sectional design was used in the present study.
Method: 405 full-time male Registered Nurses, from Grade A hospitals in Tianjin, were
surveyed. Pearson correlation, Cronbach's alpha coefficient and structural equation
modelling were conducted in the study.
Results: The results illustrated that self-esteem mediated the relationship between
perceived organizational support and career success. Career success mediated the rela-
tionship between self-esteem and intention to remain.
Conclusion: Hospitals should pay more attention to the benefits of positive personality trait
on working motivation. It is meaningful to enhance perceived organizational support,
career success and self-esteem in the working process so that nurses are willing to stay in
the current employment.
Copyright © 2015, Chinese Nursing Association. Production and hosting by Elsevier
(Singapore) Pte Ltd. This is an open access article under the CC BY-NC-ND license (http://
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As the smallest group of caregivers in hospital settings, male
nurses are particularly important in enhancing quality of care
in the healthcare system [1]. However, less attentions have
paid on male nurses in Chinese nursing field with the current
shortage of nursing personnel. We should attach importance
to male nurses' intention to remain. Intention to remain is
defined here as male nurses' thoughts that they are willing to
stay in the current organization [2]. Previous research focused
on many independent variables which had effects on inten-
tion to remain. For example, group psychological safety and
job security were significantly and positively associated with
intention to remain [3,4]. Lack of organization commitment
created conditions for employees to leave [5]. It was also been
determined that a positive working environment was an in-
dependent factor to predict intention to remain [6]. On the
other hand, to build a good working environment encouraged
nurses to accomplish their career goals, so as to promote the
formation of professional ethics and intention to continue to
work.
Perceived organizational support means that male nurse
can receive highly valued resources from their organization
[7]. Previous literatures reported that perceived organizational
support positively impacted career success. [8]. Career success
refers to a means which embodies achievements and power
acquisition through the vocational lifespan [9]. Previous lit-
eratures indicated that nurses' intention to remain could be
stabilized by improving their career success [10].
Self-esteem means male nurse's standpoint on their
acceptance and the feeling of self worth [11]. Self-esteem is
defined as a personality trait. It emphasizes the need for
achievement which affects the male nurses' actions (such
intention to remain). When the male nurses obtain the need
self-esteem and feel loved and accepted, they will try to
establish high level of achievement, power, and affiliation [12].
Previous literatures reported that male nurses who had high
score of perceived organizational support had high level of
self-esteem [13]. Thus, we suggest that career success medi-
ates the relationship between self-esteem and intention to
remain. Self-esteem mediates the relationship between
perceived organizational support and career success.
Recently, there are many studies had paid attention to
improve intention to remain from organization level and in-
dividual level. The purpose of our study was to investigate the
relationships among perceived organizational support,
intention to remain, career success and self-esteem in male
nurses in China. We want to know the influence of perceived
organizational support, career success and self-esteem on
male nurses intention to remain.2. Method
2.1. Design and sample
A cross-sectional study was designed in the present study. A
convenient sample of 410 registered male nurses from Grade
A hospitals in Tianjin was surveyed. 410 questionnaires weredistributed in September 2014. Before the questionnaires were
handed out, associate researchers would explain that the in-
formation in the questionnaire was only used for research
purposes. Eventually, data were collected in the October of
2014, 405 male nurses were completed and evaluated statis-
tically. The response rate was 98.8%. The male nurses aver-
aged 30 years old. Most of them were married (55.8%). 44.0%
male nurses had bachelor degree. 41.7% male nurses had 1e5
years work experience and 21.5% male nurses had above 10
years work experience in current organization.
2.2. Instruments
The research tools used in this study include five parts: (a)
demographic information, (b) Intent to Remain Scale, (c)
Perceived Organizational Support Scale, (d) Career Success
Scale, and (e) Self Esteem Scale.
2.2.1. Demographic information of male nurses
Male nurses' demographic data included personal details such
as age, marriage (1 ¼ single, 0 ¼ married), work experience
(1 ¼ <1 year, 2 ¼ 1e5 years, 3 ¼ 6e10 years, 4 ¼ 11e19 years,
5 ¼ above 20 years), education background (1 ¼ college
diploma, 2¼ baccalaureate degree, 3¼master's degree). These
demographic data are potential variables influencing
perceived organizational support, career success, self-esteem
and intention to remain of Chinese male nurses.
2.2.2. Intention to remain
Intent to Remain Scale, developed by Turnley & Feldman [14],
was used to measure the male nurses' willing to stay in the
current organization. It was translated into Chinese vision,
which consisted of 6 items, assesses an intention of inclining
to stay with the organization. Each item is scored on a 5-point,
Likert-type scale ranging from 1 (strongly disagree) to 5
(strongly agree). The total score ranges from 6 to 30. Higher
scores represent higher level of desiring to stay. Total Cro-
bach's alpha values 0.734 was obtained from this research and
it's higher than Heponiemi et al. [15]'s result while lower than
Bayazit & Mannix [16]'s result.
2.2.3. Perceived organizational support
Perceived Organizational Support Scale [17]was used to eval-
uate the male nurses' perception of organizational support. It
consists of three subscales: Work support (seven items), Value
identity (four items), Benefit concern (five items) and includes
16 items. All the items are rated on a 5-point scale with
1 ¼ strongly disagree to 5 ¼ strongly agree. The sum of the 16
scores ranges from 16 to 80 with higher scores indicating
higher level of male nurses' perception of organizational
support. In this study, the Cronbach's a of the total scale was
0.787, resembling with other studies [18,19].
2.2.4. Career success
Career success was measured with the Chinese Career Suc-
cess Scale [20]. It consists of three dimensions: Career Satis-
faction (five items), Perceived in Organization
Competitiveness (three items) and Perceived External Orga-
nization Competitiveness (three items) and includes 11 items.
Each item was scored on a five-point Likert-type scale from 5
Table 1 e Characteristics of the male nurses.
Variables Frequency Percent (%)
Marital status
(1) Married 226 55.8
(2) Unmarried 179 44.2
Work seniority (years)
(1) <1 y 77 19.0
(2) 1 y~ 169 41.7
(3) 6 y~ 72 17.8
(4) 11 y~ 87 21.5
Professional title
(1) Nurse 198 48.9
(2) Nurse practitioner 170 42.0
(3) Nurse-in-charge 35 8.7
(4) Professor of Nursing 2 0.4
Education
(1) College Diploma 222 54.8
(2) Baccalaureate Degree 178 44.0
(3) Master's Degree 5 1.2
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was summed up to create the total score about career success,
ranging from 11 to 55. Higher scores represent higher level of
career success. In this study, the Cronbach's awas 0.859 of the
total scale, resembling with other studies [21,22].
2.2.5. Self-esteem
Self Esteem Scale [23]was employed to measure the level of
male nurses' self esteem in their organization. The Self Esteem
Scale is a self-report questionnaire with 10 items that mea-
sures two dimensions: self-worth (three items) and self-
competence (seven items). Responses are rated on a four-
point Likert-type scale with 1 indicated “strongly agree” and
4 “strongly disagree”. The sum of the 10 scores ranges from 10
to 40 with higher scores indicating higher level of self esteem.
In this study, the Cronbach's a was 0.743, resembling with
other studies [24,25].2.3. Ethical considerations
Research staff gave them the study questionnaires after they
agreed to participate. Ethical approval was gained from the
relevant university ethics committee. The study was anony-
mous and participation was voluntary.Table 2 e Internal correlation analysis.
1 2
1.Work support 1
2.Value identity 0.625** 1
3.Benefit concern 0.759** 0.647**
4.Career satisfaction 0.556** 0.539**
5.Perceived in organization competitiveness 0.685** 0.571**
6.Perceived external organization competitiveness 0.179** 0.106*
7.Self-worth 0.048 0.100*
8.Self-competence 0.238** 0.253**
9.Intention to remain 0.372** 0.347**
*P < 0.05, **P < 0.01.2.4. Statistical analysis
All analyses were performed using the SPSS 17.0 program and
all statistical tests were two-sided (a ¼ 0.05). Descriptive sta-
tistics were used to summarize sample characteristics. Pear-
son correlation was performed for testing the relationships
among all variables. Structural model of perceived organiza-
tional support, career success, self-esteem and intention to
remain was tested using structural equation modelling with
Analysis of Moment (AMOS).3. Results
3.1. The demographic characteristics of male nurses
The demographic characteristics were presented in Table 1.
The respondents were all male nurses. 179 male nurses were
unmarried (44.2%). 169 male nurses had 1e5 years working
experience (41.7%). 198 male nurses were nurse (48.9%) and
170 male nurses were nurse practitioners (42.0%).
3.2. Correlation analysis among perceived
organizational support, career success, self-esteem and
intention to remain
Pearson's correlation test was performed to examine the re-
lationships among perceived organizational support, career
success, self-esteem and intention to remain of male nurses
(r ¼ 0.236e0.706, P < 0.01). Results of dimensions' Pearson
correlation were showed in Table 2. The most of dimensions
demonstrated significant correlations with each other
(r ¼ 0.100e0.759, P < 0.05). A closer look on the dimensions of
self-esteem and intention to remain revealed that, not all the
dimensions (self-worth and intention to remain) demon-
strated significant correlations with other dimensions.
3.3. Testing the hypothesized model
According to the goodness-of-fit indices provided, modifica-
tion was made to the original model. After modification, the
final model was fitted to the data. The c2 for the model was
13.86 (df ¼ 9, P ¼ 0.127 > 0.05), 1 < c2/df ¼ 1.54 < 3,
CFI ¼ 0.985 > 0.09, IFI ¼ 0.986 > 0.09, NFI ¼ 0.961 > 0.09,
TLI ¼ 0.940 > 0.09 and RMSEA ¼ 0.032 < 0.05. The direct,3 4 5 6 7 8 9
1
0.593** 1
0.721** 0.662** 1
0.145** 0.141** 0.322** 1
0.046 0.036 0.021 0.034 1
0.261** 0.363** 0.308** 0.208** 0.234** 1
0.284** 0.388** 0.329** 0.057 0.076 0.280** 1
Fig. 1 e Final model.
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analysis are shown in Fig. 1. As depicted, all path estimates in
the final model were statistically significant (P < 0.01) and in
the hypothesized direction. Self-esteem mediated the rela-
tionship between perceived organizational support and career
success. Career success mediated the relationship between
self-esteem and intention to remain.4. Discussion
Recently, less attention has been given to the relationship
between perceived organizational support and career success.
In our results, perceived organizational support was positively
associated to career success. It is possible that taskmotivation
is given when the perceived organizational support obtains
[26]. At that time, male nurses are more confident about their
ability and experience [27e29]. Hence, they desire to get ahead
in the workplace. Eventually, all of which might lead to career
success in the career development. Our proposed mediating
model of self-esteem was also supported by our data. The
results showed that self-esteem mediated the relationship
between perceived organizational support and career success.
It emphasizes that personality trait has important effect on
work performance for male nurses [30]. This also suggested
that the male nurses who accept themselves and have per-
sonal worth might be likely to get career success when they
can achieve perceived organizational support.
In addition, our results showed that career success medi-
ated the relationship between self-esteem and intention to
remain. To fully understand the influence of self-esteem on
intention to remain, the mediating role of career success
should be taken into account. When male nurses receive self-
esteem from their organization, they are willing to stay in the
current unit and they can come true their career success in the
process of working. It is believed that career success can
facilitate the impact of self-esteemon intention to remain as it
contributes to the promotion of perceiving work accomplish-
ment [31,32].5. Limitations
This study has limitations. Self-reported scale may be less
accurate. Participators were limited in Grade A hospitals in
Tianjin. It can't be representative of general male nurses inChina. The samples should be extended in other hospitals and
other cities.6. Conclusion
The purpose of this study was to investigate the relationship
among perceived organizational support, intention to remain,
career success and self-esteem in male nurses in China. The
results supported self-esteem mediated the relationship be-
tween perceived organizational support and career success.
Career success mediated the relationship between self-
esteem and intention to remain. It is believed that hospitals
should pay more attention to the benefits of positive person-
ality trait on working motivation. It is meaningful to enhance
perceived organizational support, career success and self-
esteem in the working process so that nurses are willing to
stay in the current employment.Conflicts of interest
No conflict of interest declared.
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